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ABSTRACT 
The study sought to examine the influence of team management practices on the 
performance of community-base value-addition- projects in Embu County. The 
specific objectives were to: investigate the extent to which team formation practices 
influence performance of community-based value-addition projects; establish the 
extent to which team motivation practices influence performance of community-based 
value-addition projects; investigate the extent to which team communication practices 
influence performance of community-based value-addition projects; and to establish 
the extent to which team dispute resolution practices influence performance of 
community-based value-addition projects in Embu County. The study is significant 
not only to the community developers, project managers and donor for improved 
practices but also to the scholars as it provides basis for research advancement. The 
study was anchored on theory of team development and supported by theories of 
human motivation and system theory of organization. Descriptive survey design was 
used to explore, explain and predict the future state of the problem under 
consideration. While the target population was all the 34 community-based value-
addition projects in Embu County, a sample of 32 team leaders was arrived at using 
Krejcie & Morgan (1970) formulae. Proportionate stratified random sampling 
technique was used to select 32 team leaders of the community projects from the four 
sub-counties of Embu namely: Manyatta, Runyenjes, Mbeere North and Mbeere 
South in Embu County. The data was collected using structured self-administered 
questionnaires. Descriptive statistics were used to analyse the data. The data was 
presented in tables and charts. The results revealed that effective team management 
practices enhanced project performance. Selection of competent team members 
ensures able and capable team members are recruited to perform the project tasks. 
Motivation of team members was found to boost their morale and reinforced team 
productivity. In addition, effective communication and solving of disputes built 
conducive environment for team members to perform. This study recommends for 
informed selection criteria of project team members based on work to be done. 
Equally, project leaders should employ multidimensional approaches to motivation so 
as to elicit positively reinforce performance. Finally, project leaders need to put into 
place effective communication and dispute resolution apparatus for enhanced team 
cohesion and decision making for team to perform.   
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OPERATION DEFINITION OF TERMS 
The following terms are defined in the context of the community-based value-addition 
projects.  
Community-
based Value-
addition 
Projects  
Community-based projects are the endeavors being led and 
implemented by the local people living in Embu County and aim at 
converting locally available farm resources like banana, sorghum, 
maize, sunflower, milk, cassava, Irish potatoes, green grams, fruits, 
sweet potatoes etc. into finished products for sales at a higher value.  
Project 
Performance   
Project performance is a measure of achievements in terms of resource 
utilization, task completion, output delivery and customer satisfaction.  
Team 
Communicati
on Practices  
Team communication practices are the activities leading to effective 
sharing and exchange of knowledge between team members for 
informed decision making and were measured by the frequency of 
communication, level of communication, relevance of communication, 
proximity in communication, and interaction levels in communication.  
Team Dispute 
Resolution 
Practices  
Team dispute resolution practices are the activities leading to cohesive 
existence team members for enhanced productivity and was indicated 
by the clarity of purpose, participation, freedom and cohesion of the 
team.  
Team 
Formation 
Practices  
Team formation practices are the activities leading to the selection of 
team members and was measured based on the formality of the 
selection process, competence considerations, personality 
considerations and commitment considerations.  
Team 
Management 
Practices   
Team management practices are the activities done to develop 
effective teams that would drive the project to successful completion. 
Team management practices were conceptualized in four categories 
namely: tem formation, team motivation, team communication and 
team dispute resolution.  
Team 
Motivation 
Practices  
Team motivation practices refers to the maintenance and boosting the 
morale of the team members so as to enhance their productivity and 
were measured by the level of empowerment, reinforcement and 
facilitation support. It is independent variable in this study.  
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ABBREVIATION AND ACRONYMES 
OECD  Organization for Economic Cooperation and Development  
OVOP  One Village One Product  
MUA  Management University of Africa  
PMI  Project Management Institute  
UN  United Nation  
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CHAPTER ONE 
INTRODUCTION  
1.0 Introduction 
This chapter introduces the foundation of the study in terms of background, the 
statement of the problem, the research objectives, research questions, significant of 
the study and the scope of the study.  
1.1 Background to the Study 
Globally, the way community-based value-addition projects are coordinated and 
organized towards sustainable deliverables is gaining research attention. This is due to 
increased ability of community-based project to employ social resources, community 
resources, structures and networks for informed decision making on community 
matters whose interests and areas of action represent that of the community (Torri, 
2009). Similarly, community-based approaches to development are the most effective 
means through which locals become actively involved in decision making, designing, 
resource allocation, management and thus exercise control over development 
initiatives for productive, responsive and sustainable impacts which include poverty 
alleviation and socioeconomic development (Peredo & Chrisman, 2006) 
In Thailand for example, community value-addition projects have facilitated 
backward and forward linkages across sectors thus creating employment to over 1.5 
million people (Srikaew & Baron 2009). In Japan and Thailand, value-addition 
community projects (One Village One Product- OVOP) were found to provide rapid 
development of community entrepreneurship (Claymome & Jaiborisudhi, 2011). In 
Ethiopia, community-based endogenous projects helps in revitalizing local resources 
through participatory approaches that help in rediscovering and activation of local 
potentials thus creating employment and income generating employment 
opportunities for enhanced livelihoods (Desta, 2012). This is supported the findings 
from a study on the impact of community projects (One Village One Product-OVOP) 
in Central Kenya by Ohaya, Misigah, & Kinyanjui (2015) that localization of 
community projects promotes positive image that drives efficiency and effectiveness 
in driving sustainable benefits. 
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While the geographical proximities of community-based projects are claimed to 
promote specialization of small industries, close inter- firm relationships, 
enhancement of socio- cultural identities and socio institutional system which 
facilitates trust, active community mobilization thus supporting the development role, 
challenges in project human resource management is one of impediments projects 
success (Claymome & Jaiborisudhi, 2011). A good example is the case of Malawi 
whereby sustainability of community projects is claimed to be hampered by low level 
of empowerment to the community members in the project implementation discourses 
(Hofisi & Chizimba, 2013). Whereas there has been a lot of funding and aid to 
community-based valued-addition projects, little sustainable benefits are transferred 
to the beneficiaries, an indication of poor project performance (Oino, Towett, Kirui, & 
Luvega, 2015). A study by Mwaura & Ngugi (2014) on the factors affecting 
performance of community-based organizations projects in Kisii Kenya supports 
similar views that poor management of teams and stakeholders is impetuous to 
inefficiencies and ineffectiveness prone to poor team and project. It is claimed that 
team development through selection, maintenance, motivation and effective 
communication increases individual`s sense of determination in performing project 
tasks on project success (Zwikael & Unger-Aviram, 2010). This claim has not yet 
been tested in the context of community-based projects in Embu County. Hence this 
study sought to examine the influence of team management practices on the 
performance of community-based valued addition projects in Embu County. Whereas 
poor management of teams in community projects has been cited to delay project 
completion (Teller & Kock, 2013), observations in Embu County suggest that a good 
number of community value-addition projects have delayed in their completion thus 
postponing the realization of benefits to the target groups.  
Project performance is a measure of the progress and achievements made during the 
project implementation discourse relative to the plans and expectations (Chan & 
Chan, 2004). According to Shenhar, Levy & Dvir (1997), project performance can be 
measured by the dimensions of project success as customer satisfaction, budget and 
schedule, business success, and future potential. Also project performance can be 
measured based on extent of meeting design goals, benefits realized by the end-users, 
benefits to the implementing organization, benefit to the sector and the overall 
combined success (Sadeh & Shenhar, 2000). In summary, Chan & Chan (2004) 
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argues that project performance can be measured by the following eight dimensions 
namely: cost, quality, time, environmental performance, user expectation/satisfaction, 
commercial/profitable value, health and safety, participants’ satisfaction. This is 
supported by project Management Institute (PMI, 2013) who proposes evaluation of 
project success based on the dimensions of cost, time, quality, and stakeholder 
satisfaction. Project performance was measured by level of resource efficiency, task 
completion, completeness of outputs and team satisfaction.  
Team management practices is said to enhance team productivity and performance 
(Jayarathn & Weerakkody, 2016). In addition, team management aspects like team 
selection, team commitment, adequate team capability, communication are part of 
critical success factors to projects (Tsiga, Emes & Smith, 2016). Ramabadron, Dean 
& Evans (1997) hold the view that team management practices differ from one project 
to another and the best practices was the optimum ways of performing works to 
achieve higher and satisfactorily project performance. Hence this study sought to 
explore team management practices using the already established dimension of team 
formation, team motivation, team communication and team dispute resolution. 
Formation of teams need not have technical competence but rather comprehensive 
people management skills (Kara & Kester, 2015). However, quality of team members 
is much more determining factor of project success over methods, tools and 
techniques used to run project. This calls for elaborate and competitive selection of 
team members (Ancona & Caldwell, 1992). Hence, this study conceptualized team 
formation practices by looking at the level of formality, competence, commitment and 
expectations.  
There are numerous practices and approaches to motivating teams including 
empowerment, rewards, recognition, facilitating support, diversifying tasks, 
encouragement, fair treatments, involvement (Kara & Kester, 2015). Team motivation 
reduces absenteeism while increasing satisfaction and desires to accomplish 
individual tasks hence increased organizational performance (Dobre, 2013). 
Empowered and motivated individuals develop commitment and understanding thus 
they dedicate their interests and efforts aligned and coordinated towards organization 
goals. Motivated workforce is always willing reinforce efforts and take action towards 
organizational goals. However, the main challenge for many organizations is finding 
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the right ways to create and sustain individual motivation (Dobre, 2013). In this study 
the indicators of team motivation were levels of empowerment, reinforcement and 
facilitation. 
According to Smidts, Pruyn & van Riel (2001), positive climate and effective team 
communication is claimed to strengthen teams sense of identification and loyalty to a 
project which in turn contributes project performance and success. The quality of 
team communication has reliably been measured by the frequency, time spent and the 
degree of formalization or spontaneity in terms of planning, reporting, and positions 
statuses in the course of information sharing (Pinto & Pinto, 1990). In addition, 
communication practices that are simple, open, honest, timely, rich in content and 
rationale of requirements and relevant to individuals and project tasks are easy to 
comprehend and build trust that is essential for successful decision making and team 
performance (Thamhain 2004). Effective team communication need be penetrable, 
acknowledgeable, understandable and able to derive meaning, acceptable, able to 
drive commitment and action, it is not yet consented how communication practices in 
the context of team development influence project performance.  
Disputes are disagreements among team members. A study by Thomas & Schmidt 
(1976) reveals that manager spends approximately 20% of time solving disputes. The 
link between team dispute and team performance is demonstrated by moderate to 
strong negative correlations between team conflict, team performance, and team 
member satisfaction. Conflicts will always arise in teams due to limited resources, 
competing interests, work environment, team diversity in terms of values, culture, 
believes, and other background and personal differences. Dispute resolution has 
reliably been measured by aspects of team cohesion namely: clarity of purpose, level 
of informality, participation, listening, consensus decisions, open communication, 
clarity of roles and work assignments, shared leadership, external relations, style 
diversity and self-assessment (Wu & Chen, 2014).  Hence, team dispute resolution 
practices were indicated by clarity of purpose, participation, freedom, team cohesion.  
1.1.1 Community-based value-addition projects in Embu County  
In Embu County there are thirty-four (34) community-based value-addition projects 
supported by both Ministry of Industry, Trade and Cooperatives. These community-
based projects are distributed across the four sub-counties in Embu County. The main 
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tasks in the projects entail processing locally available resources like banana, 
sorghum, maize, sunflower, milk, cassava, Irish potatoes, green grams, fruits, sweet 
potatoes, milk, maize, sorghum into finished products. The finished products are then 
sold at a higher value for income generation. The community-based projects are 
managed by community vide their project team leaders who lead in the planning, 
organization, coordination and controlling processes in support of other team 
members.  
1.2 Statement of the Problem 
Community based approaches to development is one of the fastest growing 
mechanisms for advancing development assistances to communities. Proponents of 
community-based approaches to development aver that community led projects are a 
promising means of shifting community from dependency to empowerment and 
sustainable development (Githua & Wanyoike, 2015). In Kenya, community-based 
projects play an imperative role in supplementing and synergizing government efforts 
in boosting socioeconomic transformations. As the alternative vehicles that flatten the 
administrative bureaucracies, allow full community empowerment and participation 
essential for reinforcing equity, responsibility, transparency, accountability, 
ownership for sustainable impacts (Mwaura & Ngugi, 2014), community-based 
projects have bolstered local capacity in infrastructure and services, strengthening 
local expertise in decision making, promote economic independency, facilitate long 
term more democratic, decentralized, participatory governance (Githua & Wanyoike, 
2015). By this recognition, the Government of Kenya through the Ministry of Public 
Service, Youth and Gender Affairs has disbursed over KSh. 68,643, 623 to support 
over 763 community groups projects comprising of 198 youth groups, 551 women 
groups and 23 groups of peoples with disability in Embu County (Republic of Kenya, 
2018). 
However, observations suggest that as community-based projects continue to 
proliferate in Embu County, majority of such projects face group dynamic challenges 
prone to stagnation and delayed completion and delivery of beneficial outputs. Of 
course, delays in their production often lead to postponement of project benefits to the 
community in terms of production, revenue, income and employment. In addition, it 
may put off the community access to diversified good and services essential for 
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supporting livelihood. While the causes of project delay and failure are still contested, 
project uncertainties coupled with teams` ignorance over the critical success factors of 
project is one of the factors that may be hampering project completion. While studies 
have demonstrated that ineffective teams often derail team performance (Kara & 
Kester, 2015), the studies failed to link to project performance. Despite the past 
studies depicting that team management is important knowledge management area in 
development, there is limited empirical studies exploring team management practices 
in the context of community-based projects. This study sought to examine the 
influence of team management practices on performance community-based value 
addition projects in Embu County.  
1.3 Research Objectives  
The general objective of this study was to examine the influence of team management 
practices on performance of community-based value-addition projects in Embu 
County 
1.3.1 Specific Objectives of the Study 
The specific objectives of this study were to:  
i. Investigate the extent to which team formation practices influence 
performance of community-based value-addition projects in Embu County. 
ii. Establish the extent to which team motivation practices influence performance 
of community-based value-addition projects in Embu County. 
iii. Investigate the extent to which team communication practices influence 
performance of community-based value-addition projects in Embu County. 
iv. Establish the extent to which team dispute resolution practices influence 
performance of community-based value-addition projects in Embu County. 
1.4 Research Questions 
This study sought to answer the following research questions:  
i. To what extent do team formation practices influence performance of 
community-based value-addition projects in Embu County?  
ii. To what extent do team motivation practices influence performance of 
community-based value-addition projects in Embu County? 
iii. To what the extent do team communication practices influence performance of 
community-based value-addition projects in Embu County? 
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iv. To what the extent do team dispute resolution practices influence performance 
of community-based value-addition projects in Embu County? 
1.5 Significance of the Study 
1.5.1 Contribution to the existing theory and future studies  
The findings from this study would strengthen the understanding of theory of team 
development, theory of motivation and system theory organization in managing 
project teams for successful project deliverables. The limitations of the study together 
with the findings and recommendations would inform the potential areas for future 
studies so as to promote learning. 
1.5.2 Contribution to Policy reform and Practice 
Considering the costly efforts by donors, government agencies and other community 
developers in supporting community-based projects for meaningful opportunities and 
sustainable wellbeing, such organizations would be better informed on the strengths 
and weaknesses of the project team management aspects for necessary reforms and 
procedural adjustments and continuous improvement. In addition, the empirical 
findings would enlighten the government for necessary policy and program 
development in enhancing the socioeconomic wellbeing of its citizens so as to create 
an enabling environment for participation in meaningful development. The 
recommendations would strengthen the understanding of good practices in team 
management for successful implementation of projects.  
1.6 Scope of the Study 
This study sought to examine the influence of team management practices on 
performance community-based value addition projects in Embu County. In Embu 
County, there are 34 such community-based value-addition projects traversing the 
four Sub-Counties namely: Manyatta, Runyenjes, Mbeere South and Mbeere North.  
1.7 Chapter Summary  
This chapter has introduced the background of the study from global to local 
perspectives. In addition, the basis and the scope of the study has been discussed 
justified within the broad framework of the research problem, research objectives, 
research questions for the study to examine the influence of team management 
practices on performance community-based value addition projects in Embu County 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction 
This chapter presents the review of the literature on team management practices 
relative to the performance of community-based value-addition projects in Embu 
County. The conceptual framework is presented based on the research gaps identified 
in the previous empirical studies. The theme of each of the research objectives is 
addressed based on the empirical review followed by the summary of literature review 
and research gaps. 
2.1 Review of Theoretical Literature 
This study is founded upon three theoretical frameworks namely; theory of team 
development, theories of human motivation and system theory of organization. While 
theory of team development was used to explain how team management practices 
address the challenges in team development at each level, theory of human motivation 
was used to explain how satisfied project team members commit and dedicate their 
efforts ensure project progress. System theory of organization was to expound on how 
the human and project dynamics interacts with project team management practices 
order to adapt and deliver.  
2.1.1 Theory of Team Development 
This study is anchored on the theory of Team Development. Originating from 
sociological studies, Tuckman theory of team development is the most widely known 
model for effective team development. In this theory there are four main development 
stages namely forming, norming, storming, and performing (Tuckman, 1965). While 
team forming entails testing and dependence, storming involves intragroup conflicts, 
norming includes the development of group cohesion, and performing involves 
developing functional role-relatedness for constructive action. In the forming stage, 
teams are tested, selected and oriented in preparation for stormy periods in stage two 
(Whetten & Cameron, 2005). In this initial stage, team are characterized by unclear 
roles, responsibility, norms, lack of strategy, impersonal interactions like suspicion, 
confusion, naïve and fear of making mistake. To solve this, there is need to provide 
working structures and create an atmosphere of confidence and optimism. During the 
storming stage, team diversities begin to prevail as may be characterized by resistance 
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to tasks, lack of tolerance, tension, jealousy, distrust, selfishness, frustrations, 
disunity, disagreements, confrontation and conflicts leading to uncomfortable and 
poor collaboration. Team dispute resolution practices should aim at creating a 
workable environment whereby team members can solve their personal, task and 
relational differences early in time before ruing team cohesion, effectiveness and 
productivity.  Norming stage is the third phase team development whereby team 
members come to the realization that reconciliation, cooperation ground rules, trust 
etc. are essential in resolving their differences and instead put more energy on their 
tasks.  
Similarly, project team leader must create processes and procedures to deal with the 
relationship and task challenges so as to increase chances of teams’ acceptance to 
responsibilities. Hereby team motivation practices like training, coaching, 
encouraging etc. can be executed. Finally, forming stage is the functional phase 
whereby team members have settled and are busily focused on task-role-relatedness 
so as to get work done (Whetten & Cameron, 2005). This stage is characterized by 
creative and flexible problem solving, effective communication, efficient resource 
allocation, effective work processes and procedures and the team is highly productive 
in the finalization and achieving of targets (Tuckman, 1965). Equally, project team 
must be managed in an atmosphere that prompts creativity, information sharing and 
the necessary support for team and the project in general to accomplish its goals.  
2.1.2. Theories of Human Motivation 
Motivation theories emerged in the early 1990s following studies to understand the 
human behavior organizations. This followed persistent labor disputes between 
managements and employees in the classical times of industrial revolution which 
hampered labor productivity. The findings from the studies helped managers in 
devising strategies and techniques for maintaining a satisfied workforce for enhanced 
organizational performance. Broadly, motivation theories are classified into two 
categories namely: (a) need based theories such as Abraham Maslow’s hierarchy of 
needs, existence relatedness and growth (ERG) theory, two factor (X & Y) theory and 
acquired needs theory, (b) process-based theories such as equity theory, expectancy 
theory and reinforcement theory (Parker, 2008). Literature suggest that external 
motivation tools rewards, praises and recognition etc. boost intrinsic motivation 
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essential for boosting individual and team morale in coordinating efforts for 
continuous learning, improvement and project performance (Schnetler, Steyn, & Van 
Staden, 2015). This calls for project managers to understand individuality, needs and 
motivators for connecting team members with management so as to foster healthy 
environments for acceptance of assignments, responsibilities and fulfillment of project 
objectives (Peterson, 2007).  
As the conduit of ambition for desired accomplishments, motivation is internally 
derived by the team member’s desire to achieve a goal, accomplish a task, or work 
toward expectations (Peterson, 2007). Motivation can be driven by external or internal 
variables each having different implication as surfaced by the outputs of the tasks 
(Carlson & Heth, 2007; Reiss, 2012). While the proponents of need-based theories 
believed that employees work hard and surface goal-driven behavior so as to satisfy 
needs (Parker, 2008), all the need-based theories revolve around human-centered 
actions that meet employee needs so as to instigate behaviors that drive performance. 
Maslow’s hierarchy of needs propose five levels of needs in a pyramidal structure. 
Physiological, safety and social needs are referred to as the lower order or deficiency 
needs, because the absence of them make individuals deficient and existence as a 
human being is threatened. Esteem and self-actualization are referred to as high order 
needs or growth needs since they make an individual become better at doing what 
they are expected to do (Simons, Irwin & Drinnien, 1987). According to Maslow, the 
flow of the needs from the base to the apex of the pyramid is predetermined in order 
of the importance to human satisfaction. Maslow’s theory holds up the uniqueness of 
individual needs, motivation and behavior which defines ones’ desires to engage in 
such activities that would boost their morale.  
2.1.3 System Theory of Organization  
Projects are social systems that complexes organizational behavior, team building and 
leadership, communication, and even human resource management (Bredille, 2008). 
Just like open systems, social system is composed of three constantly interacting 
elements namely: activities, interactions and sentiments (Ahrne, 1994). While the 
activities are the usual tasks performed by teams, interactions are the behaviors 
between team members and performing of tasks and the sentiments are the attitudes 
emanating between individual team members. However, there exists a strong and 
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mutual dependency between the three elements which drives change (Dobre, 2013). 
Thus, managing project teams facilitates healthy and mutual dependency between the 
elements for productive changes that boosts performance. Since project performance 
and team development are multidimensional aspects whose causalities are complex, it 
follows that project must operate in an open system. Teams and project are placed in 
the community whose constant interaction with the dynamic may influence teams’ 
performance and the results. System theory perfectly fit well into explaining the 
simple linear and complex nonlinear relationships among the variables. System theory 
is founded upon the principles that the subsystems are; open, focused, interrelated, 
continuously transforming inputs into outputs, flexible, responds to environment 
through feedback, brings about the equilibrium to the system and are coherent (Kast 
& Rosenzweig, 1972). 
Similarly, project management operates in an open system since the sub-systems or 
components of project are diverse, unique and changing environment (PMI, 2013; 
Ahrne, 1994). The interaction between project system and environment becomes even 
more complex in a multifaceted project set up (Murray, 2000). However, as indicated 
by Ahrne (1994) projects run smoothly when a balance is stricken between the 
internal system and external forces. Kapsali (2011) supports that systematic approach 
allows organizations to be more flexible and adaptable in managing innovation, 
complexities and uncertainties. System theory of organization has effectively been 
applied in deductive and simulation studies in project management (Crawford & 
Pollack, 2004) as well as in contingency and cross-functional studies (Partington, 
1996) generating correlated findings. Nevertheless, the studies were limited in their 
approaches and view of project organization taking the functional role of an 
institution (Pollack, 2007), thus contradicting PMI (2013) and Kerzner (2009) 
argument that projects are unique in terms of settings, stakeholders, resources, 
activities, objectives. Nevertheless, findings demonstrate that system theory of 
organization can provide a framework for understanding the critical elements in the 
value creation of a project organization besides providing grounds for comparing the 
basic structures of different systems against the contribution to the well-being of the 
organization (Pollack, 2007). Therefore, system theory of organization was used to 
describe the utility of the interaction between socioeconomic factors and the 
relationship between project team management practices and project performance.  
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2.2 Empirical Literature Review 
This section presents the existing knowledge relating to the research variables. 
2.2.1 Performance of Community-based Project  
Determinants and predictors of project performance have been widely studied with no 
scholarly consented criteria for measuring them. For example, Kerzner (2009) links 
projects failure to poor team management leading to the inability to meet project 
schedules, cost targets and customer expectations. Such findings are supported by 
Dissanayaka & Kumaraswamy (1999) that project team performance is one of the 
critical contributors to project time and cost performances. Similarly, Mwaura & 
Ngugi (2014) conducted a study to determine the factors affecting performance of 
community-based organizations projects in Kenya with a focus on Kisii County. 
Descriptive statistics found that among other factors, performance of CBO projects 
was positively influenced project management practices. Whereas project 
performance can be measured by the indicators such as customer satisfaction, budget 
and schedule, business success, meeting design goals and future potential, Sadeh & 
Shenhar (2000), Chan & Chan (2004) argues that project performance is best 
measured by the following eight dimensions namely: cost, quality, time, 
environmental performance, user expectation/satisfaction, commercial/profitable 
value, health and safety, participants’ satisfaction. Such diverse measures of project 
performance leave a researcher at the prerogative of selecting the most suitable 
dimensions to evaluate project performance by case characteristics. Considering the 
empowerment nature of community projects performance of community-based value-
addition projects was indicated by resource efficiency, task completion, completeness 
of outputs and customer satisfaction. The choice of such indicators is also supported 
by the empirical establishment that effective team management result into enhanced 
performance. 
Literature suggests that community-based project and programs continue to face 
myriads of challenges during their life. In developing countries, arguments around 
poor performance of community-based projects are attributed to aspects not limited to 
inadequate incentives, lack of sufficient skills and resources, lack of appropriate team 
and project management practices and processes, effective inter-organizational 
relationships, in appropriate technologies and effective system of monitoring and 
evaluation (Savitha, & Rajashekar, 2014). Of interest, is deprived utilization of 
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project resources and activities coupled with low-quality decisions which are 
enhanced by lack of creativity and innovation among the project team members prone 
to poor performances of community-based project (Maier & Thalmann, 2008). More 
importantly, lack of organization learning at individual, team and organizational 
levels is claimed to disempower and demotivate workforce thus leading to poor 
performance of community projects (Moreno & Jain, 2015; Corfield, Paton, & Little, 
2013). Similarly, past studies on project performance claims that project team 
management contributes significantly to the environment for team performance and 
overall project performance (Thamhain, 2004). Hence the more project team is 
organized, accountable and performs cross cross-function tasks the better the project 
outcome. It therefore follows that team management practices contribute to project 
performance.   
Determinants and predictors of project performance have been widely studied. The 
findings of a study by Cheng (2011) suggest that team quality, scope of work, 
communication, risk, and change management significantly affect performance and 
success of a project. Kerzner (2009) links projects failure to poor team management 
leading to the inability to meet project schedules, cost targets and customer 
expectations. A study by Mwaura & Ngugi (2014) to determine the factors affecting 
performance of community-based organizations projects in Kenya with a focus on 
Kisii County using descriptive statistics found that among other factors, performance 
of CBO projects was positively influenced project management practices which 
included team management (Fung & Siow, 2013). In a study focusing on the 
contribution of project team to project performance by Hyvari (2006) found that 
project team factors with high contribution to project performance decrease in the 
following order; commitment, communication, competence. These factors including 
communication, collaboration, and trust between project team members are claimed to 
be the key contributors to project success (Moreno & Jain, 2015 ; Schnetler, Steyn & 
van Staden, 2015; Githua & Wanyoike, 2015). Hence organizations with high 
orientation towards team development derives full project ownership by the teams 
right from the initiation of project have generally have high strong chances of 
effective project planning and control of project performance (Thomas, Jacques, 
Adams & Kihneman-Wooten, 2008). 
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A study on the factors of project performance by McManus & Wood-Harper (2007) 
suggests that about 65% of causal factors to poor performance and failure of projects 
is caused by inadequacies in project management and practices like poor team 
leadership, poor stakeholder communication and management, poor skill 
competencies, poor risk management and insufficient management support. However, 
a study conducted by Hyvari (2006) to examine project success factors indicated that 
certain team management aspects decreased their influence on project performance in 
the following order: competence (23%), commitment (22%), and communication 
(18%), trouble shooting (8%), monitoring and feedback (7%). In support, Lindsjorn, 
Sjoberg, Dingsoyr, Bergersen & Dybaa (2016) aver that teamwork quality, team 
learning and work satisfaction has strong positive contribution to project success. 
Hence this study sought to examine the performance of community-based value-
addition projects in Embu County based on the project team management practices.  
2.2.2 Team Management Practices 
A study on factors of project performance by McManus & Wood-Harper (2007) 
suggests that about 65% of causal factors to poor performance and failure of projects 
is caused by inadequacies in project management and practices like poor leadership in 
project team delivery, poor stakeholder communication and management, poor skill 
competencies, poor risk management and insufficient management support. However, 
a study conducted by Hyvari (2006) to examine project success factors indicated that 
certain team management aspects decreased their influence on project performance in 
the following order: competence (23%), commitment (22%), and communication 
(18%), trouble shooting (8%), monitoring and feedback (7%). In support, Lindsjorn, 
Sjoberg, Dingsoyr, Bergersen & Dybaa (2016) aver that teamwork quality, team 
learning and work satisfaction has strong positive contribution to project success 
Empirical findings linking team management practices on team productivity and 
performance are established (Jayarathn & Weerakkody, 2016). However, such 
explanations with regard to projects are contested. For example, while some studies 
suggest that team management aspects like team selection, team commitment, 
adequate team capability, communication are part of critical success factors to 
projects (Tsiga, Emes & Smith, 2016), such team development practices that work 
well in the operational business environment do not have a significant influence on 
15 
 
project success in short-term, projects (Zwikael & Unger-Aviram, 2010). This can be 
acquainted to the fact that unlike functional organizations, projects are temporally, 
uniquely, dynamically managed thus limiting the extent of the application (Turner & 
Muller, 2004). However, it would be important to examine how attributes of team 
management practices influence project performance within the contexts of a 
community project. Ramabadron, Dean & Evans (1997) hold the view that team 
management practices differ from one project to another and the best practices was 
the optimum ways of performing works to achieve higher and satisfactorily project 
performance.  
The understanding of the team cannot be ignored when defining team management 
practices. While teams have been recognized as the fundamental building blocks of an 
organizational (van Knippenberg, 2003), team forms the combination of the project 
office and project employees (Hyvari, 2006). In more task-oriented view, a team is a 
pool of skillful and experienced individuals, interacting, coordinating and working 
together in order to grow synergy for producing products and delivering services upon 
which there is mutual accountability (Cohen & Bailey, 1997). While productivity of 
teams goes hand in hand with team and project performance (Smith, 2001), studies on 
team management practices in functional organizations depict significant relations 
between team management and organizational performance (Guest, 2011).  Such 
findings cannot be generalized to teams in community projects owing to the unique 
and dynamic nature of projects. Whilst effective teams emanate where the team 
leaders are able to initiate, moderate, negotiate, listen, coach, motivate, communicate, 
persuade, team build, decision make, delegate, train, direct and support innovative 
teams, team effectiveness has insignificant relationship to project performance. In 
order to create productive and highly performing teams, effective team management is 
imperatively inevitable (Smith, 2001). Despite of the fact that good management 
practices do not necessarily mean that the knowledge underscore should universally 
and always be applied uniformly on all projects it is the role of project management 
team leaders and project managers to determine and apply the most appropriate 
practices in the project at their disposal (PMI, 2013). Since projects are social systems 
that complexes organizational behavior, team building and leadership, 
communication, and even human resource management, team management both as a 
practice and process of enhancing individual competencies, interaction and then 
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general working environment are essential for project performance (PMI, 2013). 
Since not all teams are the same, it follows that their behaviors and orientation 
towards project work vary depending on the incentives and project dynamics. Kara & 
Kester (2015) claim that team development activities are very important practices for 
organizational performance. 
The findings from a study by Meier (2008) suggest five main practices for effective 
team management namely; recruitment of talented team members, encouraging teams 
in taking risks, motivating, communicating and problem solving. Prabhakar (2008) 
hold the view that project leaders need to develop effective teams through activities 
like effective communication, coaching, motivating, problem solving, rewarding, 
delegating, training, encouraging, job security and provision of the necessary physical 
and emotional support. Theoretical insights on team management appear to support 
the stages of team development right from forming, storming, norming and the self-
reliance level of performing by Tuckman (1965). Hence this study sought to examine 
team management practices using the already established dimension of team 
formation, team motivation, team communication and team dispute resolution. 
2.2.2.1 Team Formation  
Project team formation is a complex multi-criteria decision-making problem (Alencar 
& de Almeida, 2010). Formation of project teams has been studied from different 
perspectives like competence, cultural, or personality perspectives (Spoelstra, Van 
Rosmalen, Van de Vrie, Obreza & Sloep, 2013), knowledge and collaboration habits, 
competences mined from employee publications and knowledge, personality and 
working relationships (Chen & Lin, 2004). However, project teams need not have 
technical competence but rather comprehensive people management skills (Kara & 
Kester, 2015).  Equally, quality of project team members is an important determining 
factor of project success over methods, tools and techniques used to run project thus 
calling for diligent selection of project team members (Ancona & Caldwell, 1992).  
Omar, Aljasim, Ahmad et al (2015) conducted an experimental study to establish and 
device a team formation model for selecting teams and the results demonstrated that 
team formation approaches had significant impact on team performance in that 
Analytical Hierarchy Process (AHP) technique in team selection had significant 
higher level of satisfaction compared to self-selection. In support, Rong & Shao 
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(2012) aver that multiple criteria for selecting team members and suitable team leader 
can improve the individual and team performance essential for project success. 
Zenger (2009) adds that optimism of project team members critical for success of 
project’s desired vision allocated resources. Hence this study conceptualized project 
team formation practices from multiple dimensions of formality, competence, 
commitment and expectations.  
2.2.2.2 Team Motivation  
Teams can be motivated intrinsically or extrinsically. Literature identifies numerous 
practices and approaches to motivating teams including empowerment, rewards, 
recognition, facilitating support, diversifying tasks, encouragement, fair treatments, 
involvement (Jayarathn & Weerakkody, 2016; Kara & Kester, 2015; Wang, Lin & 
Yang, 2014). Team motivation reduces absenteeism while increasing satisfaction and 
desires to accomplish individual tasks hence increased organizational performance 
(Dobre, 2013). Empowered and motivated individuals develop commitment and 
understanding thus they dedicate their interests and efforts aligned and coordinated 
towards organization goals. Motivated workforce is always willing reinforce efforts 
and take action towards organizational goals. However, the main challenge for many 
organizations is findings the right means and ways to create and sustain individual 
motivation (Dobre, 2013). This study explored on the already established indicators of 
motivation namely; Empowerment, reinforcement and facilitation to examine the 
influence of project team motivation practices on project performance.    
2.2.2.3 Team Communication  
Positive climate and effective team communication is claimed to strengthen teams 
sense of identification and loyalty to a project which in turn contributes project 
performance and success (Smidts, Pruyn & van Riel, 2001). The quality of project 
team communication has reliably been measured by the frequency, time spent and the 
degree of formalization or spontaneity in terms of planning, reporting, and positions 
statuses in the course of information sharing (Pinto & Pinto, 1990). Less formal and 
less structured communication ensures quicker and efficient communication and 
timely response to situations than more formal communication (Lindsjorn, Sjoberg, 
Dingsoyr, Bergersen & Dybaa, 2016). Thus, the more informal and open 
communication, the more effective sharing of knowledge, experience and decision 
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making in common tasks for enhanced productivity (Smidts, Pruyn & van Riel, 2001). 
Empathetic communication is an integral part of effective team communication as it 
connects emotions (Harris & Nelson, 2008). Communication practices that are simple, 
open, honest, timely and relevant to individuals and project tasks are easy to 
comprehend and build trust for successful decision making and team performance 
(Thamhain 2004).  
It is also argued that communication should be rich in content and rationale of 
requirements that drive team performance (Smidts, Pruyn & van Riel, 2001). Among 
the rankings, face to face communication like speeches, team meetings, focus groups, 
social events etc. is cited as the most effective and richest communication medium 
that encourages participatory and quality decision making thus inculcation loyalty, 
commitment an ownership of the outcomes. Similarly, two-way communication is 
claimed to boost team motivation and productivity as it provides continuous feedback 
for continuous learning, change and improvement (Harris & Nelson, 2008). While 
Robertson (2002) claim that effective communication need be penetrable, 
acknowledgeable, understandable, able to derive meaning, acceptable, able to drive 
commitment and action, it is not yet consented how communication practices in the 
context of project team development influence project performance. Hence, this study 
sought to examine how project team communication practices in terms of 
communication frequency, level of communication, level of proximity and level of 
interactive communication influence project performance.  
2.2.2.4 Team Dispute Resolution  
Disputes are disagreements among project team members. A study by Thomas & 
Schmidt (1976) reveals that manager spends approximately 20% of time solving 
disputes. Other past studies on the link between team dispute and team performance 
have demonstrated moderate to strong negative correlations between relationship 
conflict, team performance, and team member satisfaction (De Dreu & Weingarten, 
2003; Simons & Peterson, 2000). Conflicts arise in teams due to limited resources, 
competing interests, work environment, team diversity in terms of values, culture, 
believes, and other background and personal differences. Dispute resolution has 
reliably been measured by three aspects of team cohesion namely: (1) commitment to 
the team tasks, (2) interpersonal attraction of team members, and (3) group pride/team 
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spirit (Mullen & Copper, 1994). In his study on conflict management, Parker (2008) 
used twelve indicators of assessing conflict resolution namely: clarity of purpose, 
level of informality, participation, listening, consensus decisions, open 
communication, clarity of roles and work assignments, shared leadership, external 
relations, style diversity and self-assessment and the findings were consistent to those 
of Wu & Chen (2014), Shaw, Zhu, Duffy et al (2011) and Jehn & Chatman (2000). 
Hence, project team management practices were examined using indicators of clarity 
of purpose, participation, freedom, team cohesion. These dimensions are not only 
supported by the existing knowledge but they also fit well in the context of 
community projects teamwork is essential in the community mobilization and 
enforcement 
2.3 Summary of Research Gaps  
Chiocchio (2007) conducted a cross-sectional survey to investigation on how team 
members communicate on issues of task assignment and coordination over time. 
While using questionnaires to gather data from a convenient sample of 134 teams, 
inferential analysis found that high-performing teams communicated and exchanged 
more messages for informed decision making. However, the simulation study used 
non-random sample thus limiting the validity of the findings real life experience thus 
limiting validity and generalization.  
Shaw, Zhu, Duffy et al (2011) conducted related survey to examine the relationships 
of task conflict, relationship conflict, and team effectiveness in Taiwan and Indonesia. 
While using structured questionnaires to collect data from 287 randomly selected 
work teams, inferential statistics revealed that the relationship conflict was found to 
moderate the task conflict–team performance relationship. However, study findings 
could not be generalized to all types of projects due to limitations in methodology.  
While using a correlational survey design to study the implementation of team 
member selection and the level of actions taken to manage the effects of complexity 
of interconnections, Antoniadis (2012) used questionnaire and interview guide to 
gather data from 180 workers and 17 randomly selected project management 
professionals, and descriptive statistics revealed the criteria for selecting project team 
members decreased in the following order: availability, capability, technical skills, 
management skills, leadership skills and experience. However, the study findings 
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cannot be generalized to community-based projects as the external validity was 
constrained.  
A correlational survey by Jayarathna & Weerakkody (2016) to examine the impact of 
decision making and reward management on job performance using self-administered 
questionnaire and 311 randomly selected employees found that decision making and 
reward management on job performance had significant and partial mediation effects 
on job satisfaction and performance.  Nevertheless, the reward effects on job 
satisfaction were tested in a functional organization thus limiting their generalization 
to projects which are uniquely executed in the context of team diversity. Hence this 
study sought to examine the influence of team management practices on the 
performance of community-based value-addition project in Embu County. The 
variables of interest are team formation, team motivation, team communication and 
team dispute resolution. 
2.4 Conceptual Framework 
The enablers for community-based value-addition projects are anchored upon the 
ability of the teams to coordinate their efforts in executing their duties and roles. In 
order to witness such accomplishments, the conceptualization of this study was 
anchored on the independent variables supporting team management practices and 
these are: team formation, team motivation, team communication and team dispute 
resolution in one side and performance of community-based value-addition projects 
Embu County as the dependent variable conceptualized in Figure 2.1.  
Figure 2.1 Conceptual Framework 
Independent Variable    Dependent Variable 
   
    
    
     
   
 
          
Performance of 
community-based 
value-addition 
projects 
 Team Motivation Practices 
Team Communication Practices 
  
Team Formation Practices 
 
Team Dispute Resolution Practices       
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2.5 Research Variables Operationalization of  
Operationalization is the process of defining variables and concepts and assigning 
indicators or factors that can be measured empirically and quantitatively.  Figure 2.2. 
shows the operationalization of research variables in the study to examine the 
influence of team management practices on the performance of community-based 
value-addition project in Embu County 
Figure 2.2 Operational Framework 
Parameters    Independent Variables           Dependent variable 
   
    
    
     
   
 
       
   
        
         
    
      
 
2.5.1 Team Formation Practices  
Team formation is the first team management practice and forms the first independent 
variable in this study. Team formation determines the capability and capacity of 
individuals to work and perform. In this study, team formation practices was indicated 
by formality in the selection, competence considerations, commitment and 
expectations.  
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2.5.2 Team Motivation Practices 
Conceptualized as second independent variable, team motivation management 
promotes morale of individuals to work and perform. In this study, team motivation 
was indicated by levels of empowerment, reinforcement and facilitation support. 
2.5.3 Team Communication Practices 
Team communication is the third independent variable and was conceptualized as a 
practice that that promotes information sharing, understanding and effective decision 
making. In addition, communication practices that are simple, open, honest, timely 
and relevant to individuals and project tasks are easy to comprehend and build trust 
that is essential for successful decision making and team performance. In this study, 
team communication practices were indicated by communication frequency, level of 
communication and interaction levels.  
2.5.4 Team Dispute Resolution Practices  
Team dispute resolution is the team management practice that promotes conducive 
working environment for team members. As the fourth independent variable, team 
dispute resolution was indicated by the clarity of purpose, participation, and freedom 
and cohesion levels.  
2.5.5 Performance of community-based value-addition projects   
The dependent variable for this study was performance of community-based value-
addition projects. Literature suggests that project performance can be measured by the 
dimensions of project success as customer satisfaction, budget and schedule, business 
success, and future potential. In this study, the performance was measured by level of 
resource efficiency, task completion, completeness of outputs and team satisfaction. 
Such performance measures are widely studied and consented in literature. In 
addition, they fit well in the context of community-based projects whereby team 
members are familiar with the dimensions. 
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2.6 Chapter Summary 
Chapter Two has discussed the broad literature on the team management practices in 
relation to project performance. The approach in the review of the literature was 
shaped by the themes of the study as well as the research variables. Also, the 
theoretical frameworks underpinning the study were examined in the context of the 
team management and project performance. In addition, a framework conceptualizing 
the problem underscore was diagrammatically presented and explained. Finally, a 
summary of the empirical literature and operationalization of research variables was 
discussed.  
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CHAPTER THREE 
RESEARCH METHODOLOGY 
3.0 Introduction 
Chapter three presents the methods and approaches to data collection and analysis. 
The specific components include: research design, target population, sample and 
sampling technique, instruments, pilot study, validity and reliability of instruments, 
data collection procedure, data analysis and presentation and ethical considerations 
3.1 Research Design 
A descriptive survey design was used to facilitate description of the relationships 
between team management practices and project performance (Best & Kahn, 2009). 
Through descriptive survey approach, questionnaires was used to gather data from the 
community project leaders at a given time so as to describe and estimate the 
prevalence of phenomenon while providing a snapshot of the characteristics of 
interest. Equally, the descriptive survey design was adopted to establish, explain and 
predict the relationship between team management practices and project performance 
in the context of community projects. Descriptive survey design was selected due to 
its ability to describe the practices, processes and structures of a phenomenon under 
study while trying to determine the extent of relationships among variables (Best & 
Kahn, 2009).  
3.2 Target Population 
Population represents all elements and subjects relating to the particular area of 
interest of study (Best & Kahn, 2009). Due to the regular patterns that characterize 
community development projects, it is expected that the findings from the study are 
generalizable across all the community development projects in Embu County. Hence 
the target population for this study was all 34 registered community-based value-
addition projects in Embu County. These projects were distributed in the four (4) sub-
counties of Embu County namely: Runyenjes, Manyatta, Mbeere South and Mbeere 
North. The list of these projects was provided by the Department of Industry and 
Investment in Embu County Government. These community-based value-addition 
projects were related in terms sectoral alignment, project goals, resource contribution, 
high labor intensive, member participation and also in management thus providing 
basis for common assessment.  
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3.3 Sampling and Sampling Technique  
A sample is a population portion where the finding are generalized (Best & Kahn, 
2009). However, the correct sample size depends on the purpose of study, 
characteristics of population and the levels of precision and confidence (Krejcie & 
Morgan, 1970). This study was guided by Krejcie & Morgan (1970) table of sample 
determination to randomly select 32 project team leaders from the possible 34 team 
leaders of the 34-existing community-based value-addition projects as was provided 
by Embu County Government. The 32 cases were above the minimum requirements 
of 30 cases for correlation analysis (Best & Kahn, 2009).   
Table 3.1 Sample Frame 
Table 3.1 presents the summary of team leaders selected from the community-based 
value-addition project in Embu County.  
 
Source: Republic of Kenya (2016), Embu County Government 
A representative sample 32 was selected from the 34 community-based value-addition 
team leaders using proportionate stratified random sampling given by the formulae nh 
= (Nh / N) * n, whereby nh is the sample size for stratum h, Nh is the population size 
for stratum h, N is total population size, and n is total sample size. Proportionate 
stratified sampling gives room for comparison of variance between strata and also 
helped to reduce variability from strata thus safeguarding the representativeness of the 
sample for generalization of research findings (Best & Kahn, 2009).  
Proportionate stratified random sampling technique was used to independently and 
randomly select 32 respondents from the list of community-based valued addition 
teams as provided by the Embu County Government. Such sampling ensures no 
biasness in sample choice thus enhancing representativeness of the sample for 
Name of Sub-
county     
 No. of Community 
Projects  
Sample     (%) 
Manyatta     13 13   38.2 
Runyenjes    10 10   29.4 
Mbeere South     6 6   17.6 
Mbeere North    5 5   14.7 
Totals   34 32   100 
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reduced sample biasness and generalization of findings. Each stratum was based on 
the four sub-counties in Embu County. From each stratum, the respective sample of 
respondents was randomly selected by listing the names in alphabetical order using 
excel page and assigning scores to facilitate unbiased selection. In past, proportionate 
stratified random sampling was reliably used in related studies and results corelated. 
This study assumed that the characteristics of the elements in each strata of sampling 
are homogeneous thus allowing proportionate stratified sampling to avoid 
underrepresentation and skewness risks associated with sampling (Best & Kahn, 
2009).  
3.4 Research Instruments 
This study used structured questionnaires to collect quantitative data from the 32 
respondents. A questionnaire is list of questions prepared for respondents` answer 
(Best & Kahn, 2009). While questionnaires are objective, easy to administer and can 
collect data from large group of respondents in a short time at minimal cost, they may 
be difficult for respondents to comprehend (Best & Kahn, 2009). However, the 
questionnaires were designed in a plain language for easy understanding. With the 
questionnaire being self-administered, the researcher together with his assistants was 
available for guide and clarifications. The questionnaires were organized in four broad 
areas namely; the general demographic questions, knowledge-based questions, 
attitudes of the respondents towards the matter, and finally the perceptions of the 
respondents on the subject matter. Other information included; background 
information of study, respondent’s instructions, serialization and coding boxes. 
Finally, the questionnaire was validated through a pilot study to test its feasibility, 
relevance, ethical stance and to ensure that it provides full and accurate information so 
as to promote decent response rate. 
3.5 Pilot Testing  
In order to enhance the value of the research findings, the research instruments were 
piloted in Chuka County where similar and related projects were being implemented. 
In the pilot study, a sample of 8 respondents representing 25% close ranks 
respondents to the actual study respondents was used. The pilot sample of 10 is above 
the Hill`s (1998) minimum recommendations that for survey studies, a good sample 
for pilot study should be between 10 and 30, thus providing adequate basis for testing 
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and enhancing the quality of the research methodology. The pilot study informed on 
the feasibility of the study in terms of budgeting, scheduling, relevance and quality of 
research instruments, effects of sample size and other risks in order to devise adequate 
strategies for improvement prior to the actual study. All in all, the pilot study 
enhanced the practicability, validity and reliability of data collection instruments and 
most specifically the questionnaire  
3.5.1 Validity Test 
Validity revolves around the accuracy of a test measure to the actual state of the 
phenomenon under study (Best & Kahn, 2009). Whereas the validity of research 
instruments is attributed to the level of efficiency, infallibility or representativeness of 
a measure to the reality of what it claims to measure (Best & Kahn, 2009). Hence this 
study enhanced the instrument validity through matching research questions with 
question in the questions and seeking expert opinion from supervisor. In addition, the 
questionnaire was designed in close reference to instruments that have conducted 
similar or related studies for comparability of the results.  In addition, the concepts 
under investigation was derived from the existing theory so as to enhance the 
construct validity during the argument of the findings.  
3.5.2 Reliability Test 
The reliability of research instruments relates to the degree to which the 
measurements of a particular measuring procedure give similar results or consistent 
over a number of repeated trials (Best & Kahn, 2009). To enhance reliability of 
instruments, a pilot study was conducted in Chuka County whereby similar 
community-based value-addition projects are on course. Since this study used Likert 
scale type of data collection instrument, the internal consistency of the instruments 
was tested using split half method at cut-off of at least α =0.85.   
3.6 Data Collection Procedure  
This study sought to objectively obtain quantitative data while subjecting the realities 
of the phenomenon under investigation to the respondents using structured 
questionnaires and semi-structured interview guides. The procedure of data analysis 
was organized into five steps namely; field approvals, training of research assistants, 
piloting, and actual data collection, and follow up. Afterwards, 24 respondents of 
close ranks to the actual respondents was randomly selected from the Chuka County 
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for pilot study so as to enhance the instrument validity and feasibility. The next phase 
was the actual data collection from project team members, project leaders and 
coordinators of organizations supporting Community-based projects. Each of the 
research assistant was provided with serialized questionnaires, copy of permit for 
dispatching the questionnaires. The researcher led in conducting interviews. The 
Embu County Government provided the researcher with a list containing details of the 
community-based value-addition projects. The details included names, contacts, 
location of the projects etc. During this step, introductory notes were first disbursed to 
the universities to notify respondents of the study. In agreement with the respondents, 
researcher and research assistant, the most preferred and convenient time to 
administer the questionnaires was reached. Finally, the researcher drafted and 
disseminated gratification notes to the respondents 
3.7 Data Analysis and Presentation 
The general process of data analysis was characterized by summarization and 
organization of the research data so as to reduce the bulkiness and facilitate the use 
statistical techniques. Data was analyzed using descriptive statistics such as the 
percentages and mean. Finally, the findings were presented in tabular forms and 
graphical charts.  
3.8 Ethical Consideration  
Research ethics revolve around the appropriateness of researcher’s norms and 
standards of behavior in respecting and safeguarding the rights of the research 
subjects as individuals, groups, and institutions so as to enhance mutually respectable 
relationships and credibility of the findings (Saunders, Lewis & Thornhill, 2009; 
Cooper & Schindler, 2006). The researcher fulfilled all legal, moral and social 
obligations before, during and after the study so as to safeguard the rights of the 
research subjects and other parties interested or affected by the study. Professional 
and academic requirements or guidelines were adhered to throughout the study. 
Approvals and permit were sought from the relevant authorities including the 
University and the National Commission for Science, Technology and Innovation 
(NACOSTI). In addition, respondents were voluntarily allowed to participate in the 
research process and confidentially was held without biasness. A consent declaration 
form was signed by the research participant to safeguard confidentiality, disclosure of 
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identity, Privacy, voluntarily nature, consent, deception, anonymity, embarrassment 
etc. as discussed in the next section.  
3.8.1 Informed consent 
The consent process ensures that individuals are voluntarily participating in the 
research with full knowledge of relevant risks and benefits. The researcher upheld 
high interpersonal skills that enabled him to extract sensitive personal information 
from the community project leaders in Embu County without any coercion. Also, the 
researcher complied with the relevant bodies and authorities that safeguard the 
intellectual property and copyright, seeking for consent from individual or institutions 
to access and use information, documents etc. In this study, the researcher complied 
with Kenya Copyright Board (KCB), Intellectual Property Rights (IPPR), University 
permits etc. This enhanced credibility of research process and findings.  
3.8.2 Voluntary Participation  
Research participants were voluntarily without coerce allowed to decide if to 
participate or not or even withdraw in the process of participation. The researcher 
avoided the temptation of deceiving respondent as this is also unethical issue. 
3.8.3 Confidentiality 
Confidentiality is integral in any study. The identity of research participant, consent, 
data and study results was kept confidential throughout the study until the responsible 
entity releases the results to the public. No preliminary results were discussed with 
any outside entity.  
3.8.4 Privacy 
The anonymity and confidentiality of the research participants was maintained and 
kept private unless consent to do so is granted. The analysis of data was presented in 
such a manner that the respondent can recognize themselves yet the reader cannot  
3.8.5 Anonymity  
Anonymity implies that the researcher or readers of the final research report or paper 
cannot identify a given response with a specific respondent. While anonymity assures 
that subjects are insulated from law enforcement or other authorities who may have an 
interest in identifying and tracking such subjects in the future, the researcher created a 
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sense of security to the respondents which is necessary when extracting sensitive 
information on performance otherwise they would fear that the information they give 
would be used to portray their weaknesses in case of non-performance.   
3.9 Chapter Summary  
Chapter three has discussed the strategies to the inquiry and methods of data 
collection in the study to examine the influence of team management practices on the 
performance of community-based value-addition project in Embu County. These 
includes the research design, the target population and sample size as well as 
sampling procedure, data collection instruments, data collection procedure, data 
analysis and presentation, operationalization of research variables as well as the 
ethical considerations in the study.   
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCCUSSIONS 
4.0 Introduction 
Chapter four presents the research finding based on the study objectives. Summarized 
findings are presented in tables and illustrated in figures.  
4.1 Presentation of the Research Findings 
The research findings were presented on tables and figures 
4.1.1 Response Rate 
Table 4.1 and Figure 4.1 illustrates the return rate of the questionnaires.  
Table 4.1: Response Rate 
 
Source: Author (2018) 
Figure 4.1 Response Rate 
 
Source: Author (2018) 
Table 4.1 and figure 4.1 presents the return rate of the questionnaires. A return rate of 
88.2 % is above the minimum recommendation of 80 % for analysis and conclusion 
of a survey findings (Fincham, 2008). 
 
94%
6%
Response Rate
Responded Did not respond
Category       Frequency      Percentage 
Responded      30   88.2 
Did not respond     2   11.8 
Total        32    100 
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4.1.2 Gender of the Respondents  
Table 4.2 and Figure 4.2 illustrates the gender of the respondents.  
Table 4.2: Gender of the Respondents  
 
Source: Author (2018) 
Figure 4.2: Gender of the Respondents 
 
Source: Author (2018) 
As depicted in the Table 4.2 and Figure 4.2, 60% of the respondents were females and 
40% were males. This shows that majority of the community projects doing value-
addition in Embu are lead women. Women are claimed to be more social and 
communal than men which supports this finding.   
4.1.3 Age of the Respondents  
Table 4.3 and Figure 4.3 illustrates the age of the respondents.  
 
 
 
 
40
60
0
20
40
60
80
P
er
ec
n
ta
g
es
Gender
Gender of the Respondents 
Male Female
Category       Frequency      Percentage 
Male       12   40 
Female     18   60 
Total        30    100 
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Table 4.3: Age of the Respondents 
 
Source: Author (2018) 
Figure 4.3: Age of the Respondents 
 
Source: Author (2018) 
As illustrated in the Table 4.3 and Figure 4.3, majority of the respondents aged 
between 36 and 60 years represented by 46.7%. while youths aging between 18 and 
35 years represented 40%, the rest of the respondents waged above 60years 
representing 13.3%. Generally, youths like to be employed than employing 
themselves. Equally, unlike adults aging 36 and above are mostly married with huge 
responsibilities, youths have minimal responsibilities and thus have no appetite of 
creating value outside the formal employment structures. The 13.3% of the adults 
aging above 60 years is explained by reduced remands of responsibilities of the aged 
thus having little value to add in their economic life.  
4.1.4 Marital Status of the Respondents  
Table 4.4 and Figure 4.4 illustrates the marital status of the respondents.  
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Age category       Frequency      Percentage 
18-35       12   40 
36-60   14   46.7 
Above 60  4   13.3 
Total        30    100 
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Table 4.4: Marital Status of the Respondents 
 
Source: Author (2018) 
Figure 4.4: Marital Status of the Respondents 
 
Source: Author (2018) 
From the Table 4.4 and Figure 4.4, 99.4% of the respondents were married while 
3.3% represented the single and 3.3 % of the respondents were widowed. This can be 
explained by the understanding that married people get support from their spouses as 
they can easily delegate or share household responsibilities as they engage with 
community projects compared to the ingle and separated.  
4.1.5 Education of the Respondents  
Table 4.5 and Figure 4.5 illustrates the education level of the respondents.  
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Married       28   493.4 
Single    1   3.3 
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Table 4.5: Education level of the Respondents 
 
Source: Author (2018) 
Figure 4.5: Education level of the Respondents 
 
Source: Author (2018) 
Table 4.5 and Figure 4.5 shows that all respondents had completed their secondary 
education. Only 16.6% had not acquired an extra certificate after finishing their 
secondary education. While 50% had acquired certificate, 26.7% had a diploma and 
6.7% were graduates with university degree. This finding means that all the 
respondents were literate and could read and understand with a lot of ease the 
questionnaire thus enhancing the validity of the results.  
4.1.6 Position of the Respondents in the Project 
Table 4.6 and Figure 4.6 illustrates the position of the respondents in the project 
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Degree       2   6.7 
Diploma     8   26.7 
Certificate    15   50 
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Never gone to school   0   0 
Total        30    100 
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Table 4.6: Position of the Respondents in the Project 
 
Source: Author (2018) 
 
Source: Author (2018) 
All the respondents (100%) were full-time member of the projects underscore. When 
a respondent is a full-time member, it provides enhances dedication and commitment 
to project team management and increases real-life experience and practice thus 
boosting the validity and conclusion of the findings.  
4.1.7 Performance of Community-based Projects 
Table 4.7 to Table 4.11 and Figure 4.7 to Figure 4.11 illustrates the performance of 
Community-based projects in Embu County 
 
 
 
Full-time   
100%
Part-time…
Employee…
Resource …
Position of the respondents in the project
Full-time
Part-time
Employee
Resource person
Position       Frequency      Percentage 
Full-time member      30   100 
Part-time member    0   0 
Employee    0   0 
Resource person    0   0 
Total        30    100 
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Table 4.7: Whether the project has progressed within budget plans 
 
Source: Author (2018) 
Figure 4.7: Whether the project has progressed within budget plans 
 
Source: Author (2018) 
From the Table 4.7 and Figure 4.7, 40% and 50% of the respondents strongly agreed 
and just agreed that their community-based projects were performing within budget 
plans. However, 10% of the respondents could not confirm the performance of the 
projects. While none of the respondents disagreed that their projects were not 
performing, it shows that majority of the projects were doing well owing to good team 
leadership and management practices.  
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Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       12   40 
Agree     15   50 
Neutral    3   10 
Disagree   0   0 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.8: Whether the project tasks are completed within schedules 
 
Source: Author (2018) 
Figure 4.8: Whether the project tasks are completed within schedules 
 
Source: Author (2018) 
As per the results presented Table 4.8 and Figure 4.8, 66.7% and 20% of the 
respondents strongly agreed and just agreed that project tasks were completed within 
schedules respectively. Only 6.7% were neutral on this aspect of project performance 
as the other 6.7% disagreed that project tasks were completed within schedules. It is 
argued that when project team is well managed, the team members become effective 
in execution of project tasks hence completion of project tasks and Activities within 
schedules.  
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Strongly Agree       20   66.6 
Agree     6   20 
Neutral    2   6.7 
Disagree   2   6.7 
Strongly Disagree       0   0 
Total        30    100 
39 
 
Table 4.9: Whether the project deliverables meet user needs  
 
Source: Author (2018) 
Figure 4.9: Whether the project deliverables meet user needs 
 
Source: Author (2018) 
From Table 4.9 and Figure 4.9, 80% and 10% of the respondents strongly agreed and 
just agreed that the project deliverables and outputs meet user needs respectively.  
However, 10% of the respondents were non-committal regarding the project 
deliverables meeting user needs. While effective teams are dedicated and committed 
to meeting customer needs and solving their disputes, the ability of the team to deliver 
and satisfy user needs may be attributed to effective team management practices  
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Strongly Agree       24   80 
Agree     3   10 
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Total        30    100 
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Table 4.10: Whether the project meet user expectations  
 
Source: Author (2018) 
Figure 4.10: Whether the project meet user expectations 
 
Source: Author (2018) 
As from the Table 4.10 and Figure 4.10, 63.3% and 16.7% of the respondents strongly 
agreed and just agreed that the project meet user expectations respectively. However, 
20% of the respondents were neutral regarding this aspect of project performance. It 
appears that 20% of the respondents were not aware if their products met user 
expectations. Nevertheless, the ability of the project to meet user expectations may 
have been attributed to the ability of the project teams to communicate and address all 
the user expectations apart from responding to disputes.  
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Strongly Agree       19   63.3 
Agree     5   16.7 
Neutral    6   20 
Disagree   0   0 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.11: Whether customers are always satisfied  
 
Source: Author (2018) 
Figure 4.11: Whether customers are always satisfied 
 
Source: Author (2018) 
It is evident from Table 4.11 and Figure 4.11 that 56.6% and 26.7% of the 
respondents strongly agreed and just agreed that customers were always satisfied by 
the project discourse. However, 10% of the respondents were non-committal 
regarding customer satisfaction. In contrast, 6.7% disagreed that customers were 
always satisfied. From the results on the performance of the project, it can be argued 
that effective team management leads to committed and productive teams that strives 
to efficiently and effectively meet customer needs beyond their expectation resulting 
to satisfied customers.  
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Customers are always satisfied 
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Category        Frequency      Percentage 
Strongly Agree       17   56.6 
Agree     8   26.7 
Neutral    3   10 
Disagree   2   6.7 
Strongly Disagree       0   0 
Total        30    100 
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4.1.8 Team Formation Practices 
Table 4.12 to Table 4.16 and Figure 4.12 to Figure 4.16 illustrates the Team 
Formation Practices in Community-based projects in Embu County 
Table 4.12: Whether competence is a consideration in team formation 
 
Source: Author (2018) 
Figure 4.12: Whether competence is a consideration in team formation  
 
Source: Author (2018) 
From the Table 4.12 and Figure 4.12, is key consideration in team formation. 
Whereas 20% and 46.6% of the respondents strongly agreed and just agreed that 
competence was a consideration to team formation respectively. While 10% of the 
respondents were neutral regarding this aspect of team formation, 16.7% and 6.7% 
disagreed and strongly disagreed that competence was a consideration team formation 
respectively.  
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Category        Frequency      Percentage 
Strongly Agree       6   20 
Agree     14   46.6 
Neutral    3   10 
Disagree   5   16.7 
Strongly Disagree       2   6.7 
Total        30    100 
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Table 4.13: Whether experience is a consideration in team formation 
 
Source: Author (2018) 
Figure 4.13: Whether experience is a consideration in team formation  
 
Source: Author (2018) 
Table 4.13 and Figure 4.13 shows that past experience of individuals is not a key 
consideration in team formation. For example, while 13.3% and 16.7% of the 
respondents strongly agreed and just agreed that experience is a consideration in team 
formation, 43.3% and 23.3% disagreed and strongly disagreed that past experience is 
a key consideration to team formation respectively. However, 3.3% of the respondents 
were neutral regarding this aspect of team formation practice.  
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Strongly Agree       4   13.3 
Agree     5   16.7 
Neutral    1   3.3 
Disagree   13   43.6 
Strongly Disagree       7   23.3 
Total        30    100 
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Table 4.14: Whether positive attitude is a consideration in team formation 
 
Source: Author (2018) 
Figure 4.14: Whether positive attitude is a consideration in team formation  
 
Source: Author (2018) 
From Table 4.14 and Figure 4.14, positive attitude is a key consideration in team 
formation. While 36.7% and 56.6% of the respondents strongly agreed and just agreed 
that positive attitude is a consideration in team formation, only 6.7% disagreed that 
positive attitude is a key consideration to team formation respectively.  
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Strongly Agree       11   36.7 
Agree     17   56.6 
Neutral    0   0 
Disagree   2   6.7 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.15: Whether interpersonal skills is a consideration in team formation 
 
Source: Author (2018) 
Figure 4.15: Whether interpersonal skills is a consideration in team formation  
 
Source: Author (2018) 
From Table 4.15 and Figure 4.15, interpersonal skill is relative consideration in team 
formation. For example, while 23.3 % and 26.7% of the respondents strongly agreed 
and just agreed that interpersonal skill is a consideration in team formation, 20% and 
23.3% disagreed and strongly disagreed that interpersonal skill is a consideration in 
team formation. only 6.7% of the respondents had a neutral perspective.  
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Strongly Agree       7   23.3 
Agree     8   26.7 
Neutral    2   6.7 
Disagree   6   20 
Strongly Disagree       7   23.3 
Total        30    100 
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Table 4.16: Whether commitment is a consideration in team formation 
 
Source: Author (2018) 
Figure 4.16: Whether commitment is a consideration in team formation  
 
Source: Author (2018) 
From Table 4.16 and Figure 4.16, commitment is a key consideration in team 
formation. This is reflected by 53.3% and 43.3% of the respondents who strongly 
agreed and just agreed commitment is a consideration in team formation. However, 
3.4% of the respondents had a neutral perspective regarding this aspect of team 
formation.  
4.1.9 Team Motivation Practices 
Table 4.17 to Table 4.21 and Figure 4.17 to Figure 4.21 illustrates the Team 
Motivation Practices in Community-based projects in Embu County 
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Table 4.17: Whether team members are regularly trained  
 
Source: Author (2018) 
Figure 4.17: Whether team members are regularly trained 
 
Source: Author (2018) 
From the Table 4.17 and Figure 4.17, it can be revealed that most of team members 
are regularly in the community projects. Whereas 30% and 56.7% of the respondents 
strongly agreed and just agreed that team members are regularly trained, only 10% 
and 3.3% of the respondents disagreed and strongly disagreed that team members are 
regularly trained respectively.  
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Strongly Agree       9   30 
Agree     17   56.7 
Neutral    0   0 
Disagree   3   10 
Strongly Disagree       1   3.3 
Total        30    100 
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Table 4.18: Whether team members are rewarded 
 
Source: Author (2018) 
Figure 4.18: Whether team members are rewarded  
 
Source: Author (2018) 
From the Table 4.18 and Figure 4.18, it can be revealed that most of the team 
members are rewarded for excellent outputs. Whereas 80% of the respondents 
strongly agreed that team members are rewarded for good works, 20% just agreed on 
the same.  
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Strongly Agree       24   80 
Agree     6   20 
Neutral    0   0 
Disagree   0   0 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.19: Whether team members are encouraged to solve problems 
 
Source: Author (2018) 
Figure 4.19: Whether team members are encouraged to solve problems 
 
Source: Author (2018) 
From the Table 4.19 and Figure 4.19, most team members are encouraged to solve 
their problems. The statistics indicated that while 70% of the respondents strongly 
agreed that team members are encouraged to solve own problems, 23.3% just agreed 
on the same. However, 6.7% of the respondents were neutral regarding 
encouragement of team members in solving problems.  
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Table 4.20: Whether talents are developed in teams 
 
Source: Author (2018) 
Figure 4.20: Whether talents are developed in teams 
 
Source: Author (2018) 
As from the Table 4.20 and Figure 4.20, there is talent development in most of the 
teams. While 13.3% and 40% of the respondents strongly agreed and just agreed that 
talent development was a key practice in team management, 23.3% and 6.7% 
disagreed and strongly disagreed that talent development was a common practice. On 
the other side, 16.7% of the respondents were neutral on that particular aspect of the 
team motivation.  
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Talents are developed in teams
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       4   13.3 
Agree     12   40 
Neutral    5   16.7 
Disagree   7   23.3 
Strongly Disagree       2   6.7 
Total        30    100 
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Table 4. 21: Whether resources are shared well among team members  
 
Source: Author (2018) 
Figure 4.21: Whether resources are shared well among team members 
 
Source: Author (2018) 
According to the findings as presented in Table 4.21 and Figure 4.21, there is talent 
development in most of the teams. While 13.3% and 40% of the respondents strongly 
agreed and just agreed that talent development was a key practice in team 
management, 23.3% and 6.7% disagreed and strongly disagreed that talent 
development was a common practice. On the other side, 16.7% of the respondents 
were neutral on that particular aspect of the team motivation.  
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Resources are shared well among team members 
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       6   20 
Agree     21   70 
Neutral    3   10 
Disagree   0   0 
Strongly Disagree       0   0 
Total        30    100 
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4.1.10 Team Communication Practices 
Table 4.22 to Table 4.26 and Figure 4.22 to Figure 4.26 illustrates the Team 
Communication Practices in Community-based projects in Embu County 
Table 4.22: Whether there is frequent communication in the team  
 
Source: Author (2018) 
Figure 4.22: Whether there is frequent communication in the team 
 
Source: Author (2018) 
From the Table 4.22 and Figure 4.22, it can be observed that communication is done 
frequently in most teams. This supported by the 50% who strongly agreed and 50% 
who just agreed that communication is done frequently in the team.  
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There is frequent communication in the team
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       15   50 
Agree     15   50 
Neutral    0   0 
Disagree   0   0 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.23: Whether communication is delivered in time in the team 
 
Source: Author (2018) 
Figure 4.23: Whether communication is delivered in time in the team 
 
Source: Author (2018) 
From the Table 4.23 and Figure 4.23, 6.7% and 53.3% of the respondents strongly 
agreed and just agreed that communication was delivered in time respectively. 
However, 20% and 3.3% disagreed and strongly disagreed that communication was 
delivered in time respectively. However, 6.7% of the respondents were neutral on that 
perspective of team communication.  
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Communication is delivered in time
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       2   6.7 
Agree     19   63.3 
Neutral    2   6.7 
Disagree   6   20 
Strongly Disagree       1   3.3 
Total        30    100 
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Table 4.24: Whether communication channels were clear 
 
Source: Author (2018) 
Figure 4.24: Whether communication channels were clear 
 
Source: Author (2018) 
According to Table 4.24 and Figure 4.24, 20% and 60% of the respondents strongly 
agreed and just agreed that communication channels were clear respectively. 
However, 20% disagreed communication channels were clear. 
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Communication channels are clear
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       6   20 
Agree     18   60 
Neutral    0   0 
Disagree   6   20 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.25: Whether several communication methods were used 
 
Source: Author (2018) 
Figure 4.25: Whether several communication methods were used 
 
Source: Author (2018) 
From the Table 4.25 and Figure 4.25, 66.7% of the respondents just agreed that 
several communication methods were used. However, 23.3% and 10% of the 
respondents disagreed and strongly disagreed that several communication methods 
were used.  
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Several communication methods were used
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       0   0 
Agree     20   66.7 
Neutral    0   0 
Disagree   7   23.3 
Strongly Disagree       3   10 
Total        30    100 
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Table 4.26: Whether interactive communication was used 
 
Source: Author (2018) 
Figure 4.26: Whether interactive communication was used 
 
Source: Author (2018) 
Table 4.26 and Figure 4.26 shows that while 10% and 76.7% of the respondents 
strongly agreed and just agreed that interactive communication was used respectively, 
3.3% and 10% of the respondents disagreed and strong disagreed that interactive 
communication was used respectively. However, majority agreed that interactive 
communication was on use in most team communication. 
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Customers are always satisfied 
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       3   10 
Agree     23   76.7 
Neutral    1   3.3 
Disagree   3   10 
Strongly Disagree       0   0 
Total        30    100 
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4.1.11 Team Dispute Resolution Practices 
Table 4.27 to Table 4.21 and Figure 4.27 to Figure 4.31 illustrates the Team Dispute 
Resolution Practices in Community-based projects in Embu County 
Table 4.27: Whether there is clarity of vision and purpose   
 
Source: Author (2018) 
Figure 4.27: Whether there is clarity of vision and purpose   
 
Source: Author (2018) 
Table 4.27 and Figure 4.27 indicates 40% and 53.3% of the respondents strongly 
agreed and just agreed that the vision and purpose of the project is clearly understood. 
However, 6.7% of the respondents were neutral regarding the clarity of the purpose 
and vision. This means that project vision and purpose is well shared among team 
members thus reducing team disputes 
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There is clarity of vision and purpose 
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       12   40 
Agree     16   53.3 
Neutral    2   6.7 
Disagree   0   0 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.28: Whether there is clear role and tasks  
 
Source: Author (2018) 
Figure 4.28: Whether there is clear role and tasks 
 
Source: Author (2018) 
From Table 4.28 and Figure 4.28 it can be observed while 23.4% and 60% of the 
respondents strongly agreed and just agreed that there were clear tasks and roles, 
13.3% disagreed that there were clear tasks and roles in their projects. however, 3.3% 
were neutral regarding this aspect of team dispute resolution practice.  This means 
that most teams have clear tasks and roles in their projects which eliminates team 
disputes. 
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There is clear roles and tasks
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       7   23.4 
Agree     18   60 
Neutral    1   3.3 
Disagree   4   13.3 
Strongly Disagree       0   0 
Total        30    100 
59 
 
Table 4.29: Whether there is comfortable and relaxed climate  
 
Source: Author (2018) 
Figure 4.29: Whether there is comfortable and relaxed climate 
 
Source: Author (2018) 
As illustrated in Table 4.29 and Figure 4.29, only 6.7% and 46.7% of the respondents 
strongly agreed and just agree that there is comfortable and relaxed work climate 
respectively. While 26.7% disagreed that there was comfortable and relaxed work 
climate 20% of the respondents were neutral regarding this aspect of team dispute 
resolution practice. It means that comfortable and relaxed environment was important 
in resolving team disputes.  
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There is confortable and relaxed climate
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       2   6.7 
Agree     14   46.6 
Neutral    6   20 
Disagree   8   26.7 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.30: Whether there is participatory decision making 
 
Source: Author (2018) 
Figure 4.30: Whether there is participatory decision making 
 
Source: Author (2018) 
Table 4.30 and Figure 4.30 shows that while 56.7% and 43.3% of the respondents 
strongly agreed and just agreed that there was participatory decision making in the 
project. It means that teams are fully involved in making decisions which promotes 
ownership and sense of belongings in dispute resolution.   
  
0
10
20
30
40
50
60
56.7
43.3
0 0 0
P
er
ce
n
ta
g
es
Categories
There is participatory decision making
Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       17   56.7 
Agree     13   43.3 
Neutral    0   0 
Disagree   0   0 
Strongly Disagree       0   0 
Total        30    100 
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Table 4.31: Whether there is consensus building 
 
Source: Author (2018) 
Figure 4.31: Whether there is consensus building 
 
Source: Author (2018) 
From Table 4.31 and Figure 4.31 43.3% and 36.7% of the respondents strongly 
agreed and just agreed that there were consensus building dispute resolutions. 
However, 16.7% of the respondents disagreed that there was consensus building in 
dispute resolution. Nevertheless, 3.3% of the respondents were neutral on this aspect 
of dispute resolution. It means that majority of dispute resolution practices involved 
consensus building among the parties.  
4.2 Limitations of the Study 
Conceptually, this study was limited to the project team management practices in the 
dimensions of team formation, team motivation, team communication and team 
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Strongly Agree Agree Neutral Disagree Strongly Disagree
Category        Frequency      Percentage 
Strongly Agree       13   43.3 
Agree     11   36.7 
Neutral    1   3.3 
Disagree   5   16.7 
Strongly Disagree       0   0 
Total        30    100 
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dispute. However, the concepts were tested in a unique context of community-based 
value addition projects in Embu County thus providing basis for producing new 
knowledge. Since we have got 47 Counties in Kenya, the study was also limited to 
community-based value-addition projects in Embu County. However, the sampling of 
elements was randomly selected for unbiased and representative findings. 
Methodologically, the study used descriptive survey thus limiting the manipulation of 
independent variable for cause and effect and higher statistical analysis thus 
decreasing the confidence for concluding the causality (Best & Kahn, 2009).  
The respondents were sparsely distributed in Embu County which limited the study in 
terms of expenditures in transport and other logistics. In addition, most respondents 
were found busy in their works thus posing conflicts of time between work and 
responding to questionnaires. However, the researcher had budgeted well for the 
research activity. In order to eliminate conflict of time between research and 
respondent, letters of intent to undertake study were dispersed and in advance prior to 
the actual day of questionnaire administration.  Initially, confidentially of sensitive 
data from the respondent posed a serious challenge to data collection. However, after 
administering the consent on confidentially, the respondents were free to give data.  
4.3 Chapter Summary 
Chapter four has addressed the research findings and discussions. The data collected 
from the questionnaires was analyzed, interpreted and discussed within the broad 
framework of research objectives. Specifically, Chapter four has addressed the 
following: return rate, demographic profile of respondents in terms of gender, age, 
marital status, education level and the position of the respondents in the project. 
Finally, the research objectives were addressed by case of variables namely: team 
formation, team motivation, team communication and team dispute resolution 
practices. At the end, research limitation was discussed within the context and scope 
of the study to the examine the influence of team management practices on the 
performance of community-based value-addition projects in Embu County.  
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CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATION  
5.0 Introduction 
Chapter five addresses the research questions as per the study objectives. Hence, the 
findings from the data analysis were summarized and conclusion made. In addition, 
appropriate and relevant recommendations in relation to theory and practice of team 
management and further research areas are suggested.  
5.1 Summary of Research Findings  
5.1.1: To what extent do team formation practices influence performance of 
community-based value-addition projects in Embu County?  
From the findings, team formation practices such as consideration of competence, 
past experience, positive attitude, interpersonal skills and commitment contributes to 
the project performance. This is indicated by the majority of the respondents who 
affirmed that project under consideration were accomplishing their schedules and 
satisfying their customers’ needs and expectations within cost and time. The findings 
are supported by the results from an experimental study to establish and device a team 
formation model for selecting teams by Omar, Aljasim, Ahmad et al (2015) that team 
formation approaches have significant impact on team performance. In support, Rong 
& Shao (2012) and Zenger (2009) aver that multiple criteria for selecting team 
members can improve the individual and team performance essential for project 
success. Theoretically, team formation practices are said to enhance team productivity 
and performance (Jayarathn & Weerakkody, 2016). In his theory of team 
development model, Tuckman (1965) emphasize on the importance of selecting able 
team members who can suitably adapt storm and norm with lots of ease in the 
execution of the tasks. Further, system theory of organization (Pollack, 2007) 
connects ability of organizations to flexibly respond and adapt to the dynamic 
environment based on the ability of the employees to management change. Hence, 
able and competence team members is a precursor for effective change, management 
and performance of the projects. 
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5.1.2: To what extent do team motivation practices influence performance of 
community-based value-addition projects in Embu County?  
From the findings, team motivation practices such as training, rewarding, autonomy, 
talent recognition and development and fair resource sharing boots morale of the team 
members which in turn reinforces their desires and efforts to productively act towards 
organizational goals. Intrinsic and extrinsic motivation of the team members can be 
used to support that motivated people become committed and devote their efforts in 
performing their tasks thus boosting their productivity and over all realization for the 
project goals. In support, Dobre (2013) conducted a study on employee motivation 
and his findings support that team motivation empowers individuals and reduces 
absenteeism while increasing satisfaction and desires to accomplish individual tasks 
hence increased organizational performance. Theories of motivation hold similar 
views that motivation tools like rewards, praises and recognition etc. boost intrinsic 
motivation essential for boosting individual and team morale in coordinating efforts 
for continuous learning, improvement and project performance (Schnetler, Steyn, & 
Van Staden, 2015). Equally, Abraham Maslow theory of motivation support that 
motivated individuals become better at doing what they are expected to do (Simons, 
Irwin & Drinnien, 1987). Similarly, theory of team development empathizes on the 
need motivated individuals in order to adapt ensure smooth transition from formation, 
storming, norming, performing and adjourning of the team after successful execution 
and delivery of the tasks (Tuckman, 1965). Also, system theory of organization 
emphasizes that since projects are social systems, managers must integrate the internal 
and external environment in creating suitable conditions for team productivity and 
performance and motivation aspect that managers can adopt to boost teem integration 
(Bredille, 2008). 
5.1.3: To what extent do team communication practices influence performance of 
community-based value-addition projects in Embu County?  
Team communication practices such as frequent communication, timely 
communication, clear communication, numerous communication channels and 
interactive communication enhances clarity of issues and improves quality of 
decisions thus increased individual outputs and overall project performance. As 
indicated in the findings, most of the respondents either agreed or strongly agree that 
projects were performing as per the expectations. This factor may be attributed to the 
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positive climate and effective team communication which strengthens teams sense of 
identification and loyalty to a project which in turn contributes project performance 
and success (Smidts, Pruyn & van Riel, 2001). In addition, communication practices 
that are simple, open, honest, timely, rich in content and rationale of requirements and 
relevant to individuals and project tasks are easy to comprehend and build trust that is 
essential for successful decision making and team performance (Thamhain 2004). In 
his theory of team development, Tuckman (1965) pose that for effective shift of 
individuals from storming to norming and performing there is need for effective 
communications in order to clarify goals, roles, resources and steer the team towards 
successful delivery of their mandates. Equally, intrinsic motivation is reinforced via 
communication like recognition, acknowledgement etc. The findings are supported by 
the system theory of organization that communication is the most effective tools for 
integrating people with the environment. 
5.1.4: To what extent do team dispute resolution practices influence performance 
of community-based value-addition projects in Embu County?  
Effective team dispute resolution practices such as clarification of goals, clarification 
of roles and task, creating comfortable team climate, participatory decision making 
and consensus building were found to boost stable and enabling environment for team 
to perform and hence overall project performance. As presented in the findings, most 
of the respondents strongly agreed or agreed that their projects were progressing well 
as per the schedules and cost plans. This aspect of project performance may be 
attributed to the cohesive and cordial relationships created by effective dispute 
resolution mechanisms in the teams. In support, Tuckman (1965) proposes managers 
and leaders to have a trustworthy and genuine environment when transitioning stormy 
team environment to a normed and highly performing team organization. Similarly, 
system theory of organization suggest that project environment is very dynamic 
owing to multiple stakeholders, needs and external factors. Specifically, internal 
factors e.g. scarce resources, conflicting roles and tasks, pressure etc. would 
ultimately result into conflicts between individuals and / or units thus calling for 
systematic and holistic approach to solving such organization sources of conflicts 
(Bredille, 2008). Hence effective team dispute resolution promotes good relations 
between individuals and groups essential for effective coordination of efforts and 
resources for successful completion of project goals.  
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5.2: Conclusions   
Based on the study discussions, team management practices such as team formation, 
motivation, communication and dispute resolution enhance project performance. 
Team formation practices ensure that competent and able team members are selected 
to fit a proficient team that diligently execute their mandates with lots of ease. By 
selecting competent, experienced, multifaceted and committed team member 
increases likelihood of productive and highly performing teams and project in general. 
Likewise, team motivation boosts morale and reinforces commitment and dedication 
of the individual`s effort towards effective realization of goals and organization 
performance. Furthermore, effective team communication ensures clarity of issues 
and informed decisions in project discourses and for enhanced project performance, 
effective team dispute resolution practices create an enabling work environment for 
effective coordination and execution of tasks and project performance. Hence, it can 
be concluded that project organization that practice effective team management have 
got higher chances of realizing their objectives successfully.  
5.3 Recommendation  
The recommendation here forth is based on both research findings.  
5.3.1: Team Formation Practice   
This study recommends for structured and multi-criteria selection of project team 
members to promote diversity of skills, experience, talents, gender and expertise 
essential for promoting the right mix and synergy for contributing towards the 
realization of the purpose of the project. By doing so, community-based projects 
would create culture for attracting the right and most effective talents in the project. 
5.3.2: Team Motivation Practice   
There is need for project managers to diversity and integrate both intrinsic and 
extrinsic motivation approaches for holistic satisfaction of the team members. Such a 
reform would build morale to individual team members and creating a favorable team 
environment for optimum production. In addition, project team leaders should focus 
on positive reinforcement rather than punishing the constraints which sometimes may 
be beyond individual’s effort. 
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5.3.3: Team Communication Practice   
From the findings, it would be group for community projects to adopt diverse 
communication channels and media for effective outreach, understanding and 
interpretation of the message hence effective responses. Additionally, there is need for 
embracing latest telecommunication technologies e.g. social media, websites for 
enhanced feed backing and networking.  
5.3.4: Team Dispute Resolution Practice   
Disputes are inevitable in any social organization. However, disputes are detrimental 
to project health and hence they should me quickly settled before advancing into 
conflicts. This sis more important to community-based project whose values are based 
on the sound principles of community and cooperation spirit. This study recommends 
that community projects develop effective internal mechanisms for solving 
disagreements and disputes through simple techniques such as facilitation and 
negotiations to avoid extreme eventualities to conflict resolutions e.g. mediation, 
arbitration or litigation which may destroy the reputation of the organization.  
5.3.5 Future Studies  
Based on the findings and limitations from this study, future studies can focus on: 
i. Influence of team dynamics on project performance 
ii. Role of virtual teams in project coordination  
iii. Team characteristics and project success  
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APPENDIX I: LETTER OF INTRODUCTION 
 
Nicasio Gicovi  
Management University of Africa 
P.O Box 29677-00100 
Nairobi          
13th June, 2018 
 
Dear Respondent,  
RE: REQUEST FOR RESEARCH PARTICIPANTION 
I am a student pursuing a Degree in Bachelor of Development Studies in Project 
Management at the Management University of Africa, Kenya.  In order to fulfill the 
requirement of the Degree, I am conducting a research study entitled “Influence of 
team management practices on the performance community-based value-addition 
projects in Embu County, Kenya”. The findings of the study will form part of the 
recommendations on the areas worth learning and improvement in team management 
for sustainable project deliverables.   
In this connection, you have been identified and hence requested to participate as a 
respondent in study. I hope you will help us by answering the instrument sincerely 
and truthfully. All your responses and your identity will be held in confidential.  
Thank you very much. 
Yours respectfully, 
  
 
 
 
 
Nicasio Gicovi Njue. 
Student in Bachelor of Development Studies  
Management University of Africa Kenya  
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APPENDIX II: RESEARCH STUDY QUESTIONAIRE 
This questionnaire is designed to gather data from the project team leaders in the 
study to examine “Influence of team management practices on the performance 
community-based value-addition projects in Embu County, Kenya”. The 
questionnaire is organized into two parts namely; Part one is which designed to 
collect personal data and. Part two is designed to data which is specific to the research 
variables. You are therefore requested to tick THE MOST appropriate answer that 
suits you. Your responses and identity was held in confidence and handled within the 
professional requirements. 
PART ONE: RESPONDENT`S PROFILE 
SECTION A: PERSONAL PROFILE  
1. Please indicate your Gender   
(a.)  Male [ ] (b.) Female [ ] 
2.Tick on your age group 
(a). 18 to 35  [  ]                                               (c). above 60 [   ]                         
(b). 36 to 60 [   ]     
3.Your marital status 
 (a). Married  [  ]                                   (c). Separated   [ ] 
(b). Single    [  ] (d).Widowed   [ ] 
4.Please indicate the highest level of your education  
(a) University Degree   [  ]      (d) Secondary school     [  ]      
(b)  Diploma [  ]      (e)  Primary school       [  ]      
(c)  College certificate [  ]      (f) Never gone to school [  ]      
5.Your position in the project.  
(a). Full time member     [  ]                                   (c). Employee          [ ] 
(b). Part-time member    [  ] (d). Resource person [ ] 
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PART TWO: REASERCH VARIABLES 
SECTION A: PROJECT PERFORMANCE 
Please indicate how important the listed statements regarding the performance of your 
project whereby 1=Strongly Disagree (SD), 2=Disagree (D), 3= Neither Agree nor 
Disagree (N), 4= Agree (A), 5= Strongly Agree (SA). Please mark only one objective 
response as per the statement and respond to all statements without omitting  
 Aspects of Project performance  SD 
1 
D  
2 
N 
3 
A 
4 
SA  
5 
i.  My project has progressed within budget plans       
ii.  My project tasks are completed within schedules      
iii.  The project deliverables meet user needs       
iv.  My project meets user expectations       
v.  My customers are always satisfied with my 
products  
     
SECTION B: TEAM FORMATION PRACTICES  
Please indicate how important the listed statements regarding Team Formation 
Practices in your project whereby 1=Strongly Disagree (SD), 2=Disagree (D), 3= 
Neither Agree nor Disagree (N), 4= Agree (A), 5= Strongly Agree (SA). Please mark 
only one objective response as per the statement and respond to all statements without 
omitting.  
 Aspects of Team Formation Practices  SD 
1 
D  
2 
N 
3 
A 
4 
SA  
5 
i.  I consider competence when selecting team 
members  
     
ii.  I consider past experience when selecting team 
members 
     
iii.  I consider positive attitudes when selecting team 
members 
     
iv.  I consider interpersonal skills are selecting team 
members 
     
v.  Team members must show commitments to the 
purpose of the project  
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SECTION C: THEME ON TEAM MOTIVATION PRACTICES  
 
Please indicate how important the listed statements regarding Team Motivation 
Practices in your project whereby 1=Strongly Disagree (SD), 2=Disagree (D), 3= 
Neither Agree nor Disagree (N), 4= Agree (A), 5= Strongly Agree (SA). Please mark 
only one objective response as per the statement and respond to all statements without 
omitting 
 Aspects of Team Motivation Practices  SD 
1 
D  
2 
N 
3 
A 
4 
SA  
5 
i.  The project team members are regularly trained      
ii.  Excellent performance are rewarded      
iii.  I encourage team members to solve common 
business problems at their own 
     
iv.  Talents are recognized and developed      
v.  Resources are well shared among members by 
tasks  
     
 
SECTION D: THEME ON TEAM COMMUNICATION PRACTICES 
Please indicate how important the listed statements regarding Team Communication 
Practices in your project whereby 1=Strongly Disagree (SD), 2=Disagree (D), 3= 
Neither Agree nor Disagree (N), 4= Agree (A), 5= Strongly Agree (SA). Please mark 
only one objective response per statement. Respond to all statements without omitting 
 Aspects of Team Communication Practices  SD 
1 
D  
2 
N 
3 
A 
4 
SA  
5 
i.  There is frequent communication with team 
members  
     
ii.  Communication is always delivered in time       
iii.  Communication channels are clear      
iv.  Several methods of communication are used in the 
communication process   
     
v.  Interactive communication is always encouraged       
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SECTION E: THEME ON TEAM DISPUTE RESOLUTION PRACTICES  
Please indicate how important the listed statements regarding Team Dispute 
Resolution Practices in your project whereby 1=Strongly Disagree (SD), 2=Disagree 
(D), 3= Neither Agree nor Disagree (N), 4= Agree (A), 5= Strongly Agree (SA). 
Please mark only one objective response per statement. Respond to all statements 
without omitting 
 Aspects of Team Dispute Resolution Practices SD 
1 
D  
2 
N 
3 
A 
4 
SA  
5 
i.  There is clarity of vision and purpose among team 
members  
     
ii.  Team members have clear roles and tasks       
iii.  The team climate is comfortable and relaxed       
iv.  Team member are encouraged to participate in all 
decision making  
     
v.  There is consensus building in solving disputes       
 
END 
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APPENDIX III: INFORMED CONSENT FORM 
 
“Influence of team management practices on the performance community-based 
value-addition projects in Embu County, Kenya” 
 
Description of the research and your participation 
 
You are invited to participate in a research study conducted by Nicasio Njue. The aim 
of this research is to examine how team selection, team motivation, tam 
communication and team dispute resolution contributes to the performance of 
community-based value-addition [projects in Embu County Kenya. Your participation 
will entail responding to the questions in the questionnaire as free and as honest as 
possible.  
 
Risks and discomforts 
 
This study has no known risks. The only minor risk is the feeling of discomfort while 
answering the questions but the study is designed to only ask the general questions 
rather than confidential questions thus protecting your organization and your identity.  
 
Potential benefits 
 
The findings of the study will form part of the recommendations on the areas worth 
learning and improvement on team management for sustainable delivery of 
community-based projects  
 
Protection of confidentiality 
 
We will do everything we can to protect your privacy. Your identity and information 
given will not be revealed in any publication resulting from this study. 
 
Voluntary participation 
 
Your participation in this research study is voluntary. Therefore, you may choose to 
participate or not to participate. In addition, you can decide to withdraw your consent 
to participate at any time and you will not be penalized in any way. 
 
Contact information 
 
For any clarification, question, issues or problems of concerns, please contact 
Mr.Nicasio Njue at the Management University of Africa at 020 2610921  
 
Consent 
 
Having read this form and having been given adequate opportunity to ask questions, I 
give my consent to participate in this study. 
 
Participant’s signature_______________________________  
Date:_________________ 
A copy of this consent form should be given to you. 
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APPENDIX IV: RESEARCH STUDY WORK PLAN 
 
 
Time 
 
Tasks  
April2
018 
June 
2018  
July 
2018  
Aug. 
2018 
Sept. 
2018  
Dec. 
2018  
Title dev.   
 
     
Chapter 1  
 
     
Chapter 2  
 
     
Chapter 3  
 
     
Proposal   
 
     
Approval        
Data collection        
Data analysis and 
reporting  
      
Submission of 
research report 
      
Graduation        
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APPENDIX V: RESEARCH STUDY BUDGET  
 
TIME FRAME ACTIVITY COST 
(Ksh) 
March 2018 to May 2018 Proposal development   5,000 
June 2018 to July 2018  Data collection  30,000 
July 2018  Data analysis and reporting 10,000 
August 2018  Final submissions  10,000 
December 2018  Graduation   3,000 
                  TOTAL COST (KSH) 58,000 
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APPENDIX VI: SAMPLE DETERMINATION TABLE 
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